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SUBJECT: Increased Saployee Mobility 

1*. In the costing voaths ahead, tfe* Deputy Directors and I vill vor3? 
eloeely together in a coaaoa effort to achieve a^Xoyaent mobility nhen- 
aver and wherever needed. «* hare set this goal to further the personal 
development of talented employees , to fill essential Jobs vith qualified 
people, and to avoid displaced, qualified employees froa bavins to leave 

the Agency or renal n improperly utilised. 

2. The desirability of promptly matching qualified employees and 
operational requirements is apparent. Filling necessary Jobs vith the 
best qualified people is a vorthvbile goal, even though its accomplish- 
mat is frequently hard to obtain. It vould be untenable to require *11 
vacancies to be filled by employees currently assigned in the lamellate 
vicinity of the vacancies; yet, the task of locating and selecting veil- 
qualified people to staff vacant position* is often difficult, in practice, 
when 23 career services can largely decide woo eaters and leaves their 
jurisdictions. Sven though the needs of the Agency and Directorates should 
take precedence over those of individual career services in conflicts over 
job requirements . it is appreciated that the problems confronting career 
services ie taking on additional employees or losing good people can be 
very real indeed end administratively difficult to solve. Accordingly, 
the principal concern in establish!** a program of increased mobility in 
the Agency is to create & favorable organisational climte for action 
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ufeile insuring the full and expeditious consideration of all cocyetin; 

interests arising in individual cases. 

3. Improving the devilopaent of employees is another tsajor reason 

for Increasing employee jollity within the Agency. The Owtrasen t has 

established improved mobility programs as one of its five Guidelines for 

E xe cutive Development » applicable to all Federal agencies. In respond - 

ini* to this reouire-nent , the Agency recently approved a a action in the 

Personnel Development Program specifically dealing with the developmental 

aspects of increased mobility. As extract of the Agency policy follows- 

Xach career service should evaluate the needs of individual 
careerists to receive work experiences other then those pre- 
viously received. Essentially, the success of an increased 
usability progress It the Agency la contingent upon eacli career 
service takin g the ti«« to plan the kinds of developmental 
work experiences that are needed by individ ual careerists, 
taking into account their personal backerounia, previous ex- 
periences and probable future utilisation and potential. 

Heat developmental work experiences of any duration should 
be aecosiplished relatively early in the career-life of offi- 
cers (a time of leeming aad laast disruption) . Individual 
actions can be systematically decided upon by each career 
service if it establishes & preferred pattern of develop- 
mental work experiences. A nodal eould be developed acl 
gasman y applied to officers in the career service or a 
saodel could be praj-ored and used for a specified group of 
officers purauin: & functional or geographical specialty. 

Career services are encouraged to consider field orientation 
trips for selected employees When the expected developmental 
benefits would Justify the costs involved. Soreover, orien- 
tation trips isay bo used productively to familiarize employees 
with area or pro grass, activities that they need to knov to 
effectively do their current or planned assi^ssostta. 

%■, low vucb increased nobility should take place within t*i* Agency 

ie m issue that cannot bo answered in the abstract. The frequency of 

personnel sovemeot within career services, •stone career services and «©osg 
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Directorate# ia it product of individual situations that *• 

on a case-by-ca»e basis, and the need for personnel soveamst will very 
fees tine to tine. Froa a policy viewpoint, the wmimt of personnel 
aovsnent across career service and Directorate lines is lesa Important 
than the organisational capacity to propose and dispose of individual 

proposals a» they are made. 

5, la the event negotiations between two Career Service Heads for 
the permanent or temporary transfer of an employee between their juris- 
dictions are unauccessm. the Career Service Head initiating the action 
ia encouraged to review the natter with hi# Deputy Director. If hot;* 
career service* arc under his Jurisdiction., the Deputy will consider the 
needs of both sides end will decide which career service has the greeter 
requirement for the employee's service* and fbr what duration. If the 
case involves as employee outside hia career Jurisdiction* the Deputy 
Director will sees a resolution of the issue with the other Deputy Director 
concerned. Hither Deputy Director nay desire to refer the question to tn* 

Executive Director- Comptroller ftor Ms decision. 

a . oral discussions between Career Service Heads and Deputy 
Directors, or their personal designees, are suggested a# preferred 
'..leans of avoiding institutional rigidities, fixed poeitioa# in writ- 
ing, and ti®e lags. 

h. Upon request by Career Service Heads or Deputy Directors, 
the Director of Personnel will provide assistance la arranging inter- 
career transfers, inelwliiag the nanes of other qualified candidates 
when applicable. 
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